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P01 Middle	manager 4 PA Two	or	more	
races 
 
P02 Middle	manager 13 NC Black 
 
P03 Chief	operating	officer 20+ GA Caucasian 
 
P04 Middle	manager 12 NC Black 
 
P05 Vice	president 20+ NC Two	or	more	
races 
 
P06 Middle	manager 7 CA Caucasian 
 
P07 Vice	president 18 TN Caucasian 
 









20+ GA Caucasian 
P11 Middle	manager 8 NC Black 
 
P12 Director 20+ NC Black 
 
P13 Middle	manager 20+ PA Black 
 
P14 Director 18 TX Caucasian 
 




























































































































































Codes                      Themes            Participant	
% 
001 IT	is	a	great	field 93 




004 Research	your	future 33 
005 Self-efficacy 53 


































































































































































































































































































































































































































































































































































































































































































































Implications For Positive Social Change 
As	a	researcher,	I	have	learned	that	the	participants	of	this	study	have	
worked	very	hard	to	become	women	senior	leaders	in	the	IT	field.	These	women	
senior	leaders	in	the	IT	field	shared	an	experience	of	advancing	into	senior	
leadership	in	a	male	dominated	industry	while	most	of	them	also	started	their	
families	and	raised	young	children.	These	women	attained	their	positions	of	
leadership	by	working	hard,	believing	and	standing	up	for	themselves,	and	taking	
initiative.	Each	participant	stated	that	they	actively	mentor	other	women	in	IT	and	
stated	that	it	was	important	that	that	they	did	so	to	enrich	the	next	generation	of	
women	leaders.		
This	study	supports	positive	social	change	by	promoting	awareness	of	the	
lived	experiences	of	women	senior	leaders	in	the	IT	field	at	the	individual,	family,	
organizational,	and	societal	levels.	At	the	individual	level,	women	currently	working	
in	the	IT	field	that	aspire	to	ascend	into	senior	leadership	may	benefit	from	this	
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study	by	acquiring	a	mentor	to	help	them	navigate	their	career	paths.	The	
participants	of	this	study	recommended	that	women	in	IT	should	obtain	a	mentor	at	
the	beginning	of	their	careers.	At	the	family	level,	the	results	of	this	study	may	
provide	an	understanding	for	family	members	to	implement	contingency	plans	for	
childcare	and	other	important	family	needs	in	the	event	the	working	mother	needs	
to	leave	home	for	possible	late	night	work,	longer	than	expected	work	meetings,	etc.	
The	working	mother	may	feel	alleviated	and	supported	enough	to	ascend	into	senior	
leadership	if	family	members	understand	the	demands,	the	often	nontraditional	
work	hours	of	the	IT	field,	and	the	need	to	assist	with	contingency	plans	for	child	
care.		
This	study	has	numerous	implications	for	positive	social	change	at	the	
organizational	level.	With	this	information,	organizations	may	think	about	providing	
around	the	clock	childcare	services	for	their	employees	who	may	not	have	a	spouse,	
family	member,	or	childcare	readily	available	when	an	urgent	IT	matter	occurs	in	
the	middle	of	the	night.	By	doing	this,	organizations	would	ease	the	burden	of	the	
difficult	work-life	balance	that	was	expressed	by	participants	of	this	study.	There	
were	three	different	themes	of	this	study	that	were	labeled	as	strategies	for	success	
that	were	stated	by	the	women	senior	leader	participants	in	the	IT	field,	which	
were:	Mentors/supportive	networks	professional	network,	research	your	future,	
and	self-efficacy.	Organizations	can	provide	support	to	women	by	incorporating	
these	strategies	for	success	into	their	workplace	practices.	The	establishment	of	
formal	mentor	programs	with	women	mentoring	women	could	promote	positivity,	
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inclusion,	and	a	supportive	network	of	women	in	the	workplace.	Organizations	
could	also	invest	in	their	female	employees	by	sending	them	to	various	trade	and	
leadership	seminars	and	trainings	to	give	them	the	skills	that	they	need	to	be	
successful	women	senior	leaders	in	the	field	of	IT.		
At	the	societal	level,	the	results	of	this	study	published	in	journals	and	
dissertation	abstracts	may	increase	the	body	of	literature	by	addressing	the	gap	on	
the	lived	experiences	of	women	senior	leaders	in	the	IT	field.	This	research	may	be	
the	first	of	its	kind	to	discuss	and	support	women	senior	leaders	in	the	IT	field.	The	
findings	of	this	study	may	serve	as	an	inspiration	and	attract	more	women	to	the	
field	of	IT.		
Implications	for	Different	Methods	
Women	and	organizations	as	a	whole	could	benefit	if	the	results	of	this	study	
were	used	to	create	additional	research	studies.	A	quantitative	study	could	be	
created	to	survey	women	senior	leaders	in	the	IT	field	to	determine	if	self-efficacy	
affects	career	advancement.	My	research	focused	on	phenomenological	research,	
however;	a	case	study	could	detail	the	steps	taken	to	reach	senior	leadership.	Last,	
the	Delphi	method	could	be	used	to	understand	what	women	need	in	their	
workplace	mentor	programs.	These	proposed	studies	would	help	to	extend	the	
literature	regarding	women	senior	leaders	in	the	IT	field.		
Implications	for	Practice	
	 The	recommendations	for	the	practice	of	this	transcendental	
phenomenological	study	could	provide	insight	and	awareness	to	promoting	women	
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into	senior	leadership	positions	in	the	IT	field	as	well	as	attract	more	women	to	the	
field.	The	dissemination	of	the	results	of	this	study	could	be	presented	at	
conferences,	IT	related	publications,	trainings	within	organizations,	and	to	human	
resources	departments	to	bring	awareness	to	women	and	mentoring	in	the	
workplace.	This	research	could	serve	as	a	“wakeup	call”	for	organizations	that	do	
not	have	women	senior	leaders.	Promoting	women	into	senior	leadership	positions	
may	attract	more	women	to	want	to	work	IT,	which	could	even	out	the	playing	field	
of	men	and	women	in	the	field.		
Conclusions 
The	purpose	of	this	transcendental	phenomenological	study	was	to	
understand	the	lived	experiences	of	women	senior	leaders	in	the	IT	field	to	gain	an	
understanding	of	their	career	advancement	into	senior	leadership	positions.	The	
phenomenon	for	this	study	was	the	career	advancement	of	women	senior	leaders	in	
the	IT	field.	The	results	of	this	study	revealed	a	range	of	factors	for	women	to	
consider	both	as	an	employee	in	a	male	dominated	field	such	as	IT	and	as	a	senior	
leader	in	the	field.	The	two	highest	ranked	themes	by	the	participants	that	emerged	
from	the	data	was	that	IT	is	a	great	field	to	work	in	and	that	women	should	have	a	
high	sense	of	self-efficacy.	This	study	confirmed	that	having	a	high	sense	of	self-
efficacy	is	the	key	to	success	for	women’s	ascension	into	senior	leadership	in	the	IT	
field.		
The	findings	of	this	transcendental	phenomenological	study	extended	the	
knowledge	in	the	discipline	of	management	to	enable	organizations	and	women	
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aspiring	to	ascend	into	senior	leadership	in	the	field	by	understanding	the	lived	
experiences	of	women	who	are	already	senior	leaders	in	the	field.	Six	themes	
emerged	from	the	data	analysis	for	this	study,	which	were:	IT	is	a	great	field,	
midcareer	change	to	IT,	mentors/supportive	professional	network,	research	your	
future,	self-efficacy,	difficult	work-life	balance.	My	recommendations	are	to	further	
this	research	by	expanding	the	scope	to	various	IT	functions	such	as	networking,	
engineering,	hardware,	software,	and	project	management	for	example	with	a	
different	methodology.	This	study	may	contribute	to	positive	social	change	by	
promoting	the	understanding	of	the	experiences	and	perspective	strategies	for	
increasing	the	career	advancement	of	aspiring	women	leaders	in	a	male	dominated	
industry	such	as	IT.	An	increased	understanding	of	women	senior	leaders’	
experiences	in	IT	could	attract	more	women,	leveling	the	playing	field	of	men	and	
women.			
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Appendix	A:	Participant	Invitation	and	Consent	Form		
	
Date:	XX	Month,	2019	
	
You	are	invited	to	participate	in	a	research	study	of	women	who	are	currently	
working	in	senior	leadership	positions	in	the	IT	field.	In	order	to	participate	in	this	
study,	you	must	meet	the	following	requirements:	
	
1. Female	senior	leader	currently	working	in	the	IT	field	(Senior	level	
positions	for	this	study	include	president,	vice	president,	C-level	
positions	such	as	chief	executive	officer	(CEO),	chief	operations	officer	
(COO),	chief	information	officer	(CIO),	chief	technology	officer	(CTO),	
vice	president	of	IT	(VP	of	IT)	and	director	and	managerial	level	
positions)	
2. Work	in	current	role	for	2	or	more	years		
3. Live	and	work	in	the	continental	United	States	
	
I	am	Michelle	Newsome,	a	doctoral	candidate	at	Walden	University	and	will	be	
conducting	this	study.	I	am	35	years	old	and	have	been	worked	in	the	IT	field	for	10	
years.		
	
Background	Information:		
The	purpose	of	this	study	is	to	understand	the	lived	experiences	of	women	senior	
leaders	in	the	IT	field	to	gain	an	understanding	of	their	career	advancement	into	
senior	leadership	positions.	
	
Procedures:	
If	you	agree	to	be	in	this	study,	you	will	be	asked	to	be	available	for	approximately	
60	minutes	for	either	a	telephone	call	or	a	free	video	conference	call	interview	about	
your	career	advancement	into	a	senior	leadership	position.	With	your	permission,	
telephone	or	videoconference	interviews	will	be	recorded.	Only	the	audio	portion	of	
the	interview	will	be	recorded.	There	will	not	be	any	video	recording	of	the	
interview	whatsoever.	Again,	you	have	the	option	to	decline	being	recorded	if	you	
choose.		
	
Once	the	interview	is	completed,	I	will	transcribe	the	interview	into	written	text.	I	
will	email	you	a	copy	of	the	written	transcript	of	the	interview	within	24-48	hours	
for	you	to	review	and	verify	that	I	have	documented	your	words	and	experiences	
accurately.	If	any	changes	need	to	be	made	to	your	interview	statement,	please	
email	me	the	corrections.	If	you	agree	to	the	transcript	provided,	please	simply	
email	me	back	stating	that	you	“agree”.	The	verification	step	will	take	approximately	
15-20	minutes	long.	
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Voluntary	Nature	of	the	Study:	
Your	participation	in	this	study	is	strictly	voluntary.	You	are	free	to	accept	or	turn	
down	this	invitation.	If	you	decide	to	be	in	this	study	now,	you	may	withdraw	from	
the	study	later.	Once	the	interview	begins,	you	may	request	to	stop	or	terminate	
your	participation	at	any	time.	
	
Risks	and	Benefits:		
There	are	minimal	risks	associated	with	participating	in	this	study.	In	the	event	that	
you	feel	stressed	or	uncomfortable,	you	may	terminate	your	participation	at	any	
time.	You	may	refuse	to	answer	any	questions	you	consider	invasive,	too	personal,	
or	stressful.	The	benefit	of	this	study	may	assist	in	attracting	women	to	the	field	of	
IT.	In	addition,	this	study	may	provide	a	roadmap	to	women	already	working	in	IT	
who	aspire	to	senor	leadership	positions	in	the	field.		
	
Compensation:	
There	will	be	no	compensation	provided	for	your	participation	in	this	study.	You	
will	receive	an	executive	summary	of	the	research	study’s	findings.	
	
Confidentiality:	
With	your	consent,	the	interview	will	be	recorded	for	research	purposes.	You	may	
decline	to	be	recorded	at	any	point	in	time	during	the	interview.	The	written	and	
audio	records	for	this	study	will	be	kept	in	a	locked	box	and	maintained	in	a	secure	
location.	The	researcher	will	not	include	any	information	that	will	make	it	possible	
to	identify	you.	You	will	simply	be	labeled	as	Participant	1,	Participant	2,	Participant	
3,	etc.	After	5	years	of	the	study’s	completion,	I	will	destroy	all	paper	and	electronic	
data	collected	during	the	study.		
	
Participation:	
As	previously	mentioned,	there	are	minimal	risks	with	being	a	participant	in	this	
study.	Your	consent	means	that	you	do	not	have	any	personal	or	professional	
conflicts	of	interest	with	being	included	in	this	study.	If	you	meet	the	requirements	
and	are	willing	to	be	a	participant	in	this	study,	please	reply	back	to	this	email	or	
chat	message	with	the	words	“I	Consent”.	When	I	receive	your	consent,	I	will	reply	
back	within	in	24	hours	to	schedule	your	interview.	
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Contacts	and	Questions:	
The	researcher	conducting	this	study	is	Michelle	Newsome.	You	may	ask	any	
questions	you	have	now.	If	you	have	questions	later,	you	may	contact	the	researcher	
via	(850)	420-6518;	michelle.newsome2@waldenu.edu.	If	you	want	to	talk	privately	
about	your	rights	as	a	participant,	you	can	call	the	Research	Participant	Advocate	at	
my	university	at	612-312-1210.	Walden	University’s	approval	number	for	this	study	
is	05-06-19-0485770	and	it	expires	on	May	5th,	2020.	
	
Please	keep	a	copy	of	this	consent	form	for	your	records.	
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Appendix	B:	Interview	Protocol	
Introduction	
Good	morning	(afternoon).	I	would	like	to	first	start	by	saying	thank	you	for	
participating	in	this	research	study	called	“Women	Leaders	in	IT:	A	
Phenomenological	Study	of	Their	Career	Path”.	My	name	is	Michelle	Newsome.	The	
purpose	of	this	study	is	to	understand	the	lived	experiences	of	women	senior	
leaders	in	the	IT	field	to	gain	an	understanding	of	their	career	advancement	into	
senior	leadership	positions.	The	research	will	focus	on	the	experiences	of	women	
senior	leaders	in	the	IT	field	in	order	to	understand	the	contributing	factors	of	their	
success.		
As	a	reminder,	when	you	returned	your	email	stating	I	consent,	you	have	
already	agreed	to	participate	in	the	study.	All	research	notes	and	audio	recordings	
will	be	stored	in	a	lockbox	in	a	secure	location.	Your	identity	will	not	be	disclosed	at	
any	point	during	the	study.	All	materials	throughout	the	process	of	the	study	will	
have	Participant	1,	2,	etc.	Only	I	will	know	the	participant	names	and	their	codes.	
The	code	list	will	be	stored	in	a	lock	box	for	five	years	and	then	destroyed	with	the	
rest	of	the	data.	All	research	notes	and	audio	recordings	will	be	stored	in	a	lockbox	
in	a	secure	location.	When	presenting	the	research	findings	of	the	study,	direct	
quotes	will	simply	state	“Participant	#1	stated…).		
In	just	a	few	minutes,	we	will	start	the	interview,	which	will	consist	of	five	
demographic	questions.	If	at	any	time	during	this	interview	you	have	any	questions,	
please	let	me	know	so	that	I	can	address	them.	Also,	if	you	do	not	wish	to	answer	a	
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question,	you	may	decline.	If	you	do	not	wish	to	continue	the	interview	for	any	
reason,	we	can	stop	at	any	time.	You	may	ask	to	be	removed	from	the	study	at	any	
time.	If	you	need	a	break	for	any	reason,	please	let	me	know.		
We	will	now	start	the	interview	and	begin	recording	
Demographic	Questionnaire	
The	following	questions	will	be	used	to	collect	demographic	information.	
1. What	is	your	ethnicity?	African	American	__	Asian	__	Caucasian	__	Hispanic	__	
Two	or	more	races	__	Other,	please	specify	__	
	
2. What	is	your	age	bracket?	20-29__	30-39__	40-49__	50-59__	60+__	
	
3. For	each	educational	degree	obtained,	please	specify	your	major	and	
concentrations	as	well	as	any	minors	obtained?	_________________________	
	
4. What	is	your	current	job	title?	____________	
	
5. How	long	have	you	been	in	your	current	position?	___________	
	
6. What	is	the	primary	industry	that	you	work	in?	______________	
	
	
Interview	Question	
	
What	is	the	essence	of	the	lived	professional	and	personal	experiences	in	
your	career	advancement,	which	led	you	to	achieve	your	senior	level	positions	in	
the	IT	field?	
Conclusion	
	
This	concludes	our	interview.	Is	there	anything	you	would	like	to	add	or	do	
you	have	any	additional	questions?	Thank	you	for	taking	the	time	out	of	your	busy	
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schedule	to	participant	in	this	study.	You	will	receive	a	free	copy	of	the	executive	
summary	of	the	study	once	it	is	completed.		
I	would	like	to	verify	your	email	address	at	this	time	so	that	I	can	email	you	a	
transcript	of	this	interview	for	you	to	review	and	confirm	that	I	captured	your	
words	and	experiences	accurately.	
Thank	you	
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Appendix	C:	Social	Media	Announcement	
	
Calling	Women	Leaders	in	the	IT	Field!	
I	want	to	hear	about	your	career	path	experiences	in	the	IT	field!	Your	participation	
in	this	study	could	benefit	women	already	working	in	the	field	and	those	who	are	
interested	in	entering	the	field.	
Please	contact	me	at	michelle.newsome@waldenu.edu	if	you	meet	the	following	
requirements:	
1. Female	senior	leader	currently	working	in	the	IT	field	(Senior	level	
positions	for	this	study	include	president,	vice	president,	C-level	
positions	such	as	chief	executive	officer	(CEO),	chief	operations	
officer	(COO),	chief	technology	officer	(CTO),	director	and	
managerial	level	positions)	
2. Work	in	current	role	for	at	least	2	years	or	more	
3. Live	and	work	in	the	continental	United	States.	
Please	feel	free	to	share	this	announcement	with	other	women	that	may	be	qualified	
for	this	study.	Your	participation	is	greatly	appreciated!	
	
		
	
	
	
	
